Managers are expected to carry various leadership qualities in order to raise the human profiles (professionals) required by society. Leadership becomes even more important when it comes to education as it shapes our future. In educational institutions, especially transformational leadership (TL) and instructional leadership (IL) have a particular importance and play an active role in conveying a classical managerial approach. This as well influences the sustainability of the educational institutions. The managers with these two leadership qualities will contribute to a reduction in their employees' perceptions of organizational silence (OS) and an increase in the perception of organizational attractiveness (OA). In this paper, we analyzed the effects of transformational and instructional leadership styles of the managers of high schools, which contain the aviation field of study, and their effects on organizational attractiveness and organizational silence. The universe of this study is 1537 teachers working in 21 public high schools in the 2017-2018 academic year in Turkey, and the sample is 749 teachers who responded to the survey. We used a relational model of quantitative research methods. In this study, the Transformational Leadership Scale and the Instructional Leadership Scale were used to determine the leadership styles of the managers according to the perceptions of the teachers, while the Organizational Attractiveness Scale and the Organizational Silence Scale were used to determine the perceived organizational attractiveness and organizational silence of the teachers. Within the scope of reliability analysis, all dimensions of the scales used were found to be reliable. SPSS 24.0 and LISREL 8.1 package programs were used in the analysis of the research data and the relations between the variables were examined by using the Structural Equation Model. As the main finding is the existence of correlation of the elements, specifically, it was found that transformational and instructional leadership have positive effect with same-direction on organizational attractiveness, positive effect with inverse-direction on organizational silence, as well as positive effect with inverse-direction between organizational silence and organizational attractiveness. These findings provide an additional layer of factors to be analyzed that might affect the sustainability of educational institutions. We propose further studies to be carried out on development of new correlation models between sustainability elements on one side, and organizational silence or organizational attractiveness on the other.
Introduction
In today's changing world, schools that provide basic and formal education to develop the necessary human resources as specific profiles have great responsibilities [1] . Their leaders and managers are at the forefront and are challenged to meet these societal needs in a sustainable way. One way to ensure that leaders of educational institutions have the foundation for sustainable decision-making and transformative change that is needed is through a fundamental change in their behavior [2] . Previous research done by Leithwood and Jantzi on organizational commitment showed consistent evidence that transformational leadership has a direct positive effect on various dimensions of teachers' commitment [3] , making it a potential factor for sustainability. In addition to that, the managers of the educational institutions need to reflect the spirit of change.
Peter Senge, in his book The Fifth Discipline [4] , states that schools in complex, knowledge-based societies should become learning organizations. This concept has been further elaborated by a number of influential writers such as Fullan, Leithwood and Louis, Mitchell and Sackney [5] [6] [7] . As learning organizations, the educational institutions should develop enabling processes and innovative structures for flexibility in the unpredictable and changing environments of today [8, 9] . In their flexibility and adaptiveness, these institutions should operate as genuine communities that draw on collective power of a shared vision and collective intelligence [10] of their human resources in pursuit of continuous improvement [11] . As well, the connections between people's personal and interpersonal learning, and how the organization learns collectively, are the key to change and success [7, 12] .
How these various factors found in existing research can be influenced by the degree of organizational silence within the organization and how they can contribute to the organizational attractiveness is what our research focuses on.
In his work, Hallinger introduces the "leadership for learning" approach to school leadership, which represents a combination of two earlier leadership conceptualizations [13] : instructional leadership and transformational leadership. This approach among other concepts highlights the importance of learning for teachers and the staff [14, 15] which we build upon in the recommendations from our research. Robinson, in her study, found that transformational leadership had a moderate positive effect on the staff attitudes and perceptions of the school climate and organization [16] . We used this as a basis for the design of the research specifically in defining the hypothesis that organizational attractiveness is positively linked to the degree of transformational leadership in the organization. Robinson's follow-up meta-analysis of 27 published studies of the impact of leadership showed that the impact of instructional leadership was between two and three times greater than that of transformational leadership on the student outcomes, but that transformational leadership nevertheless has a moderate impact on teachers' attitudes and satisfaction [17] .
Transformational leaders direct the efforts of subordinates (teachers in our case) towards a vision rather than concrete goals [18] . As well, transformational leaders, who have a long-term perspective, reveal all the talents and skills of their subordinates and increase their self-confidence and aim to get more results than they normally expect [19] . On the other hand, as found by Çelik in his research, instructional leadership defines the efforts to create the necessary working environment which is satisfying and productive in order to provide the conditions for teachers to develop themselves as well as their ability to train students [20] .
Tangirala and Ramanujam, in their work, describe organizational silence as the fact that employees do not share important situations, issues, or events related to their work or organization, but keep it to themselves [21] , while Zheng et al. stated that organizational silence is the avoidance of expressing their thoughts for various reasons in the face of problems and events that may arise in their business life.
Within the scope of the reviewed literature, there is no concrete definition of the concept of organizational attractiveness. The concept is usually described as "positive attitude of the individual towards the organization" [22] or "seeing the organization as an attractive place to work" [23] . The concepts of organizational attractiveness and silence are influenced by many variables within the organization and affect teachers' performance, organizational commitment, motivation, and many organizational behavior factors [24] .
Based on these findings, managers and leaders of educational institutions need to demonstrate both instructional and transformational leadership behaviors to improve the perception of organizational silence and organizational attractiveness. Aviation educational institutions, as part of the overall education sector, should follow this globally recognized approach as well.
The geographical scope of our research is the aviation education sector in Turkey, but we believe that the results are relevant in other contexts as well. The change experienced in the aviation sector due to increasing use of technology is in the direction of developing personnel who have the ability to do better quality work in a highly complex field. This led to establishment of educational institutions providing education at various levels, such as universities and colleges, as well as high schools.
In Turkey, there are 45 high schools providing education in aviation, of which 21 are state-owned and 24 are privately owned. The leadership in these institutions is seen as an important factor for sustainable education, and it is important to investigate the effects of the leadership styles on the teaching staff in the schools.
Various authors have identified that the investigation of the effects of the concepts of organizational silence (OS), which is seen as a negative value, and organizational attractiveness (OA), which is seen as a positive value, can contribute to the quality of the educational institutions and the improvement of the quality of the professionals developed by these organizations [25] [26] [27] . Although there have been many studies on transformational and instructional leadership both in Turkey and abroad, there is no research conducted in the aviation sector within the framework of these two concepts. In addition, regardless of the type of educational institutions, we could not find any research that observed the effects of instructional and transformational leadership on organizational attractiveness and organizational silence concepts, or the relationships and the influences among these factors.
In particular, when this study was evaluated in terms of the selected sample group, it has been found out that the effect of leadership style and leadership on organizational attractiveness and organizational silence, which includes the organizations giving aviation training, has not yet been investigated.
Method
Based on the factors highlighted during the literature review, we wanted to investigate the relationship between the leadership styles and the sustainability factors of organizational silence and organizational attractiveness. That led to the definition of the following hypotheses: Among teachers;
Hypothesis H1. Organizational silence decreases while transformational leadership increases.
Hypothesis H2. Organizational attractiveness increases while transformational leadership increases.
Hypothesis H3. Organizational attractiveness decreases while organizational silence increases.
Hypothesis H4. Organizational silence decreases while instructional leadership increases.
Hypothesis H5. Organizational attractiveness increases while instructional leadership increases.
The research was conducted using the quantitative research method known as the Relational Screening Model. The Relational Screening Model is defined as a research model aiming to determine the existence and/or degree of covariance between two or more variables [28] . In the Relational Screening Model, the degree of covariance is aimed at determining the level of the relationship by correlation or further statistical analysis [29] . The field study was carried out with the quantitative research method (quantitative data collection method) based on questionnaire. During the analysis, we investigated if there was a correlation between transformational and instructional leadership behaviors of school administrators, and the teachers' perceived organizational attractiveness and organizational silence, with the focus being on the level and direction of the influence within the scope of determined hypotheses. The research model is shown in Figure 1 . 
Universe and Sample
The universe of the study was 1537 teachers working in 21 public high schools with an aviation focus and affiliated to the Turkish Ministry of National Education. The sample was 749 teachers who responded to the survey in the 2017-2018 academic year in Turkey.
Information on demographic characteristics of the research participants is presented in Table 1 . 
Data Collection and Analysis
In this research, as data collection tools, the following form and scales have been used. 
Universe and Sample
Data Collection and Analysis
In this research, as data collection tools, the following form and scales have been used. (1) Personal Information Form developed by the researcher. (2) Instructional Leadership Scale, developed by Within the scope of reliability analysis, all dimensions of the four scales used were found to be reliable. Cronbach's Alpha statistics were calculated between 0.865 and 0.939 for the leadership scales, between 0.703 and 0.780 for the organizational silence scale, and between 0.763 and 0.948 for the organizational attractiveness scale.
Within the context of confirmatory factor analysis, a variable in "vision and inspiration" dimension of the Transformational Leadership Scale was removed and the scale was validated. Compliance measures for confirmatory factor analysis were calculated as χ 2 /sd = 1.94, RMSEA = 0.036, NFI = 0.99, CFI = 1.00, IFI = 1.00, and RMR = 0.022. In the instructional leadership scale, a variable in the "Feedback" dimension was removed from the scale and the scale was validated. Compliance measures for confirmatory factor analysis were calculated as χ 2 /sd = 2.01, RMSEA = 0.037, NFI = 0.99, CFI = 1.00, IFI = 1.00, RMR = 0.022, and GFI = 0.95. The organizational silence scale was validated after subtracting a variable in the "Accepted Silence" dimension. Compliance measures for confirmatory factor analysis were calculated as χ 2 /sd = 4.49, RMSEA = 0.068, NFI = 0.96, CFI = 0.97, IFI = 0.97, RMR = 0.036, and GFI = 0.94. Finally, the scale was validated after subtracting one variable from "Intention to follow" and "Prestige" dimensions. Compliance measures for confirmatory factor analysis were calculated as χ 2 /sd = 4.55, RMSEA = 0.069, NFI = 0.99, CFI = 0.99, IFI = 0.99, RMR = 0.037, and GFI = 0.95.
Findings and Results
In the study, the relationships between latent variables were investigated with Structural Equation Model (SEM). There being 76 items and 4 factors in the scales used in the research, these factors were measured with 14 dimensions. Each dimension was aggregated and averaged in itself because of difficulties in calculating the dimensions and difficulties in reading the screen output of 76 items. Thus, each dimension was transformed into one observed variable.
We used the SEM to test the model shown in Figure 2 , which we created in order to determine the effect of Transformational and Instructional Leadership on Organizational Silence and Organizational Attractiveness and obtained statistically significant results. The obtained compliance measurements for Figure 2 calculated as: χ 2 = 152.87; sd. = 69; χ 2 /df = 2.22, RMSEA = 0.040, NFI = 0.99, NNFI = 1.00, CFI = 1.00, IFI = 1.00, RFI = 0.99, GFI = 0.97, RMR = 0.014. Except for the path between TL and OS for the model, the other paths have been found statistically significant.
According to Figure 2 :
• A correlation of 0.06 units (inverse direction) was found between teachers' perceptions of transformational leadership and organizational silence. This relationship was not statistically significant (t = −0.46 p > 0.05). H1 was therefore not supported. •
A correlation of 0.42 units (same direction) was found between teachers' perception of transformational leadership and organizational attractiveness. A one-unit increase in teachers' perception of transformational leadership caused an increase of 0.42 units in organizational attractiveness perception (t = 5.32 p < 0.01). H2 was therefore supported. • A correlation of 0.32 units (inverse direction) was determined between teachers' perception of organizational silence and organizational attractiveness. A one-unit increase in teachers' perception of organizational silence caused a decrease of 0.32 units in the perception of organizational attractiveness (t = −5.08 p < 0.01). H3 was therefore supported.
• A correlation of 0.61 units (inverse direction) relationship was found between teachers' perceptions of instructional leadership and perceptions of organizational silence. A one-unit increase in teachers' perceptions of instructional leadership caused a decrease of 0.61 units in their organizational silence (t = −4.01 p < 0.01). H4 is therefore supported. • A correlation of 0.23 units (same direction) was determined between teachers' perceptions of instructional leadership and organizational attractiveness. A one-unit increase in teachers' perceptions of instructional leadership caused an increase of 0.23 units in the perception of organizational attractiveness (t = 2.62 p < 0.01). H5 is therefore supported.
confirmatory factor analysis were calculated as χ2/sd = 4.55, RMSEA = 0.069, NFI = 0.99, CFI = 0.99, IFI = 0.99, RMR = 0.037, and GFI = 0.95.
We used the SEM to test the model shown in Figure 2 , which we created in order to determine the effect of Transformational and Instructional Leadership on Organizational Silence and Organizational Attractiveness and obtained statistically significant results. The obtained compliance measurements for Figure 2 calculated as: χ2 = 152.87; sd. = 69; χ2/df = 2.22, RMSEA = 0.040, NFI = 0.99, NNFI = 1.00, CFI = 1.00, IFI = 1.00, RFI = 0.99, GFI = 0.97, RMR = 0.014. Except for the path between TL and OS for the model, the other paths have been found statistically significant. The results obtained for the hypotheses tested in the research model are given in Table 2 . R 2 in the table shows the variances explained by the model. The Mann-Whitney U test was used to investigate whether the responses of the teachers to the scales differed according to gender. Statistically significant differences were found in terms of gender for all dimensions except for the organizational silence. Male teachers' perceptions on transformational leadership (Z = −2.678 p = 0.007), instructional leadership (Z = −2.543 p = 0.011) and organizational attractiveness (Z = −1.973 p = 0.049) were found to be higher than those of female teachers. The results obtained are presented in Table 3 . In addition, the Kruskal-Wallis test was used to determine whether there was a statistically significant difference between teachers' perceptions of variables according to age distribution. In the analysis, significant differences were found, specifically regarding transformational leadership, instructional leadership and organizational attractiveness where the factors were the highest in the 22-27 age group (X = 4.1297 X = 3.9495 X = 3.9857), while organizational silence is the highest in the 40-45 age group (X = 2.8834).
Critically reviewing the findings of our field research, we summarized the following results:
• It was determined that teachers had medium-level perceptions of transformational leadership, instructional leadership, organizational silence, and organizational attractiveness. These results coincide with the studies of Berdebek [38] , Arslan [26] , Kurşunoglu and Tanrıögen [39] . • An inverse relationship was found between teachers' perceptions of transformational leadership and organizational silence, but this was not statistically significant. When compared to other studies in the literature, it has been observed that our results coincide completely with the studies of Günay and Köroglu [40] , Karabag, K.E. [41] , Ünlüönen and Çatır [42] , and Batmunkh's [25] (inverse relationship, statistically insignificant), while partially coincide with the studies of Demir [43] , Atar [44] , and Bogasian and Stefanchin [45] (inverse relationship, statistically significant). It was determined that there exists a same-direction relationship between transformational leadership perceptions and organizational attractiveness, that is, when the perceptions of transformational leadership increased, so did the perceptions of organizational attractiveness. • A reverse direction relationship between teachers' perceptions of instructional leadership and organizational silence, and a same-direction relationship between their perceptions of instructional leadership and perceptions of organizational attractiveness were found. In other words, an increase in instructional leadership perceptions leads to a decrease in perceptions of organizational silence and an increase in perceptions of organizational attractiveness. This is in line with the results of Berdebek [38] , Arslan [26] , Kurşunoglu and Tanrıögen [39] , and Batmunkh [27] .
Conclusions and Recommendations
In summary, the effect of transformational and instructional leadership on organizational attractiveness was found to be positive in the same direction, and negative on organizational silence in reverse direction. In other words, an increase in transformational and instructional leadership behaviors increases organizational attractiveness and decreases organizational silence. In addition, the relationship between organizational silence and organizational attractiveness perceptions were found to be positive in reverse-direction. That is to say, high organizational perception reduces organizational silence.
The adoption of instructional and transformational leadership skills, which are among the contemporary leadership theories, in all educational institutions in general and in educational institutions within the aviation field in particular, will cause a decrease in the perception of organizational silence of the employees within the institution. Decreasing the perception of Sustainability 2019, 11, 5618 8 of 10 organizational silence will increase the organizational attractiveness of the institution. Increased organizational attractiveness will be an indicator of the high level of internal motivation. Since all these positive factors will create a positive organizational environment within the institution, they will increase the students' academic achievements in a positive way.
Based on the results of our study and the findings from other research in this field in support to the main hypothesis, we can discuss the influence of the organizational silence on the sustainability of the academic organizations, as it influences the enabling processes and innovative structures mentioned by Lipton and Melamede [8] and Strain [9] , and the collective intelligence as mentioned by Brown and Lauder [10] . The strength of the influence should be further investigated through additional field surveys. The managerial styles positively affecting organizational attractiveness are expected to also influence the sustainability positively through the pursuit of continuous improvement mentioned by Deming [11] .
These academic findings can lead to practical recommendations for leaders of educational institutions. The recommendations focus on the importance of organizational attractiveness for teachers, and indirectly for students as well. Each educational institution wants to attract the best students and the best teachers. The leadership methods as shown by our research and supported by the research of others have a significant influence on attractiveness. Based on this, further investment in trainings of the teachers' staff to improve the skills for transformational and instructional leadership will have a direct influence in lowering the organizational silence in their organizations and in improving the organizational attractiveness. 
